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Introduction

Teacher empowerment is a vital condition
for improving educational quality because it
strengthens teachers’ professional commit-
ment, job satisfaction, instructional effective-
ness, and participation in school improvement.
Previous studies have shown that teacher em-
powerment predicts professional commitment
and job satisfaction, with decision-making and
self-efficacy serving as particularly influential
dimensions (Kauts, 2020; Vesudevan, 2021;
Ahrari, 2021). It also involves providing teach-
ers with the resources, support, and autonomy
needed to perform their roles effectively and
contribute to positive school outcomes (Ah-
madi, 2022; Nagabhooshanam, 2022).

In public school systems, empowerment is
not merely a matter of assigning responsibili-
ties to teachers. It requires organizational con-
ditions where teachers are trusted, supported,
and meaningfully involved in decisions that af-
fect teaching, learning, and school develop-
ment. Teacher participation in decision-mak-
ing is especially important because it strength-
ens professional ownership, collaboration, and
commitment to school initiatives (Rafferty,
2018; Chopra, 2020). However, decision-mak-
ing remains a persistent challenge when teach-
ers have limited participation in institutional
processes despite exercising some autonomy in
classroom-related matters (Tindowen, 2019).

Professional growth and self-efficacy are
also central to teacher empowerment. Profes-
sional development programs support teach-
ers as lifelong learners and help them respond
to changing educational demands (Savi¢, 2020;
Gonzalez et al., 2019). Likewise, self-efficacy
strengthens teachers’ confidence in influencing
student learning, sustaining resilience, and re-
maining engaged in their work (Lazarides,
2020; Demir, 2020). These dimensions are es-
sential because empowered teachers are more
likely to view themselves as capable profes-
sionals and active contributors to school im-
provement (Marjuni, 2020; Ahmadi, 2022).

In the Philippine public-school context,
teacher empowerment is supported by legal
and policy foundations that recognize teachers
as central actors in educational improvement.
These include the 1987 Philippine Constitu-
tion, Republic Act No. 4670 or the Magna Carta

for Public School Teachers, DepEd Order No.
35,5.2016 on Learning Action Cells, and DepEd
Order No. 42, s. 2017 on the Philippine Profes-
sional Standards for Teachers. These founda-
tions emphasize teacher welfare, professional
growth, reflective practice, collaboration, and
participation in school improvement. Celosia
(2026) similarly identified these legal and pol-
icy bases as supporting teacher empowerment
in the Department of Education context.

Despite these policy supports, empower-
ment may still be unevenly experienced in ac-
tual school practice. The mixed-method study
of Celosia et al. (2026) found that school heads
had a more positive view of teacher empower-
ment than teachers themselves. Both groups
rated professional growth and self-efficacy fa-
vorably, but teachers perceived their decision-
making power as only moderate. This percep-
tion gap suggests that empowerment cannot be
assumed simply because opportunities, pro-
grams, or leadership structures exist. What
school heads perceive as empowerment may
not always be experienced by teachers as
meaningful participation, autonomy, or influ-
ence. Thus, there is a need to move beyond de-
scribing teacher empowerment levels and to-
ward developing a structured framework that
can guide schools in translating empowerment
principles into concrete practices.

The qualitative findings of Celosia (2026)
further support the need for such a framework.
Enabling factors included inclusive leadership,
trust, role assignment, support, collaborative
culture, and effective communication. In con-
trast, hindering factors included micromanage-
ment, autonomy limitation, restrictive deci-
sion-making processes, insufficient engage-
ment, and lack of transparency. These findings
show that teacher empowerment is shaped not
only by individual teacher capacity but also by
the leadership climate and organizational prac-
tices created within schools.

Anchored on Teacher Empowerment The-
ory by Klecker and Loadman (1996) and in-
formed by the School Participant Empower-
ment Scale (SPES) of Short and Rinehart
(1992), the proposed framework conceptual-
izes teacher empowerment as a multidimen-
sional process involving decision-making, pro-
fessional growth, self-efficacy, and impact.
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Celosia (2026) retained these domains to ex-
amine teacher empowerment within the De-
partment of Education context. However, the
framework article extends the contribution of
the study by organizing the findings into prac-
tical key areas for school-level implementation.

Therefore, present article does not aim to
re-report the full mixed-methods investigation.
Rather, it uses the findings of the prior study as
the empirical basis for developing a school-
based Teacher Empowerment Framework.
While the original study examined levels, per-
ceptions, and experiences of teacher empower-
ment, this article focuses on translating those
findings into a practical framework that may
guide school heads, teachers, and education
leaders in strengthening empowerment prac-
tices.

Methods

This research is framework-development
article using Design and Development Re-
search (DDR) approach, particularly the
model/framework development type de-
scribed by Richey and Klein (2014), to guide
the systematic translation of mixed-method
findings into a research-based teacher empow-
erment framework.

The framework was developed from three
major sources of evidence: the theoretical foun-
dation of teacher empowerment, the quantita-
tive results on teachers’ level of empowerment,
and the qualitative themes on enabling and hin-
dering leadership practices. The original study
was based on the Teacher Empowerment The-
ory by Klecker and Loadman (1996), informed
by the School Participant Empowerment Scale
of Short and Rinehart (1992), and quantitative
findings and qualitative themes from the prior
study. The study examined teacher empower-
ment through the domains of decision-making,
professional growth, self-efficacy, and impact
(Celosia, 2026). These domains served as the
conceptual foundation for identifying the key
areas of the proposed framework.

The quantitative findings were used to de-
termine the priority areas for framework de-
velopment. The previously reported quantita-
tive findings were treated as design inputs ra-
ther than as new empirical results. Areas show-
ing comparatively weaker teacher perceptions

were identified as priority conditions that the
framework needed to address, particularly
teachers’ participation in decision-making and
their perceived influence within the school.
Professional growth and self-efficacy were
rated very highly by both school heads and
teachers, while teachers rated decision-making
only as moderate and impact lower than school
heads’ ratings. These results indicated that the
framework needed to address not only profes-
sional development but also the less-experi-
enced aspects of empowerment, particularly
teacher participation in decision-making and
recognition of teacher influence within the
school community.

The qualitative themes from the prior study
were subsequently examined for their implica-
tions for framework development. Rather than
re-reporting these findings as new empirical
results, the identified enabling and hindering
conditions were treated as design inputs. Ena-
bling practices, including inclusive leadership
and trust, meaningful role assignment and sup-
port, and collaborative culture and communi-
cation, were translated into organizational
mechanisms that the framework seeks to
strengthen. Conversely, hindering conditions
such as micromanagement, limited autonomy,
insufficient engagement and transparency, and
restricted opportunities for professional devel-
opment and innovation were considered condi-
tions that the framework should minimize or
address (Celosia, 2026). This process allowed
the qualitative evidence to inform the develop-
ment of the framework’s strategies, implemen-
tation mechanisms, and intended school-level
practices.

The framework development process pro-
ceeded through four interconnected phases.
First, the prior mixed-method findings were ex-
amined to identify areas of teacher empower-
ment that required greater organizational at-
tention. Second, the qualitative themes were
mapped according to whether they repre-
sented conditions that strengthened or con-
strained teacher empowerment. Third, the
quantitative domains and qualitative condi-
tions were integrated to generate the five oper-
ational areas of the proposed framework. Fi-
nally, each key area was operationalized by
translating it into specific objectives, strategies
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and interventions, performance indicators, re-
quired resources, responsible persons, and im-
plementation timelines. Through these phases,
the findings of the previous study were used as
design inputs for developing a practical and
school-based Teacher Empowerment Frame-
work rather than being presented as new em-
pirical results.

Through this process, five key areas were
generated: decision-making autonomy, profes-
sional development and access, trust and
recognition, collaborative leadership, and em-
powerment in practice. These areas were not
treated as separate activities but as intercon-
nected components of a school-based empow-
erment system. Decision-making autonomy re-
sponds to teachers’ moderate rating in deci-
sion-making. Professional development and ac-
cess builds on the high ratings in professional
growth while ensuring that opportunities re-
main equitable and relevant. Trust and recog-
nition address the need for teachers to feel val-
ued and influential. Collaborative leadership
responds to the qualitative findings on inclu-
sive leadership, communication, and team-
work. Empowerment in practice ensures that
empowerment principles are embedded in
daily school operations, instructional planning,
monitoring, and professional collaboration.

Declaration of Al Use in Research Meth-
odology and Manuscript Writing

This research employs artificial intelligence
(AI) methodologies, including Al-assisted man-
uscript writing. The Al tools used, such as Chat
GPT and Quillbot, were used for language pol-
ishing, organization, or manuscript refinement.
This integration upholds transparency and eth-
ical standards, aligning with established guide-
lines.

Dr. Rex U. Celosia, Dr. Maria Liesle A.
Dopeno, Jay L. Galimpin, the researchers, affirm
full responsibility for the ethical use of Al
throughout the study. In manuscript writing,
considerations include transparent authorship
attribution, disclosure of Al tools to peer re-
viewers, ensuring clarity and coherence, and
safeguarding data security. Integrating Al-gen-
erated and human-authored content is ap-
proached with diligence, emphasizing review,

quality assurance, and commitment to open-
ness and reproducibility.

Empirical Basis of the Teacher Empow-
erment Framework

The proposed teacher empowerment
framework was derived from the major find-
ings of a previously conducted mixed-methods
study. Rather than presenting new empirical
results, this section explains how the prior
quantitative and qualitative findings served as
inputs in the development of the framework.
The framework responds to the reported dif-
ferences in how school heads and teachers per-
ceived teacher empowerment, as well as to the
qualitative themes that explained the leader-
ship practices enabling or hindering empower-
ment in schools.

The previously reported quantitative find-
ings showed that teacher empowerment was
generally rated positively. However, school
heads consistently perceived teachers as more
empowered than teachers perceived them-
selves to be. Across the four domains of teacher
empowerment, school heads gave very high
ratings, while teachers gave comparatively
lower ratings, particularly in decision-making
and impact. The overall composite mean
showed that school heads rated teacher em-
powerment as very high, while teachers rated
it only as high. This statistically significant dif-
ference indicated a perception gap between
leadership-provided = empowerment  and
teacher-experienced empowerment (Celosia et
al, 2026).

Among the four domains, professional
growth and self-efficacy emerged as relative
strengths in the prior study. Both school heads
and teachers rated professional growth very
highly, suggesting that teachers had access to
staff development, learning opportunities, and
programs that supported their professional ad-
vancement. Self-efficacy was also rated very
highly by both groups, indicating that teachers
generally believed in their capacity to help
learners, influence student learning, and per-
form their instructional roles effectively (Celo-
sia et al, 2026). These previously reported
findings supported the inclusion of profes-
sional development and access as one of the
major components of the framework.
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However, the prior quantitative findings
also revealed areas requiring improvement. In
the decision-making domain, school heads
rated teacher empowerment as very high,
while teachers rated it only as moderate.
Teachers gave lower ratings to their involve-
ment in curriculum decisions, school budget
decisions, and teacher selection processes (Cel-
osia et al, 2026). This indicated that while
school leaders may believe that teachers are
sufficiently involved in school decisions, teach-
ers themselves may not experience such in-
volvement as meaningful or influential. For this
reason, decision-making autonomy became a
central key area of the proposed framework.

A similar perception gap was previously re-
ported in the impact domain. School heads per-
ceived teachers as having very high impact,
particularly in terms of collaboration, giving
advice, and teaching other teachers. In contrast,
teachers rated their impact lower, with several
items falling only within the moderate level
(Celosia et al., 2026). This suggested that teach-
ers may not always feel that their expertise is
recognized or that their contributions influ-
ence colleagues and school practices. These
findings served as a basis for including trust
and recognition as a framework component.

The qualitative themes from the original
study provided further explanation for these
quantitative findings. The study identified ena-
bling leadership practices that supported
teacher empowerment, including inclusive
leadership and trust, empowerment through
role assignment and support, and collaborative
culture and communication. These themes in-
dicated that teachers felt empowered when
school heads sought their ideas, respected their
individuality, assigned meaningful roles, pro-
vided financial and moral support, encouraged
teamwork, and communicated clearly (Celosia,
2026). These qualitative findings informed the
framework areas on collaborative leadership,
trust and recognition, and empowerment in
practice.

On the other hand, the qualitative findings
from the original study also identified hinder-
ing factors, including micromanagement and
autonomy limitation, insufficient engagement
and transparency, and restricted professional
development and innovation. Teachers

reported feeling voiceless when decisions were
predetermined, when consultation was limited,
and when school heads overly controlled
school operations (Celosia, 2026). These find-
ings reinforced the need for a framework that
protects teacher voice, strengthens participa-
tion, and embeds empowerment into actual
school processes rather than treating it as a
general leadership ideal.

Taken together, the previously reported
quantitative and qualitative findings showed
that teacher empowerment requires more than
professional development opportunities. While
professional growth and self-efficacy were
identified as strengths, teachers’ lower ratings
in decision-making and impact suggested that
empowerment must also involve meaningful
participation, recognition of teacher expertise,
transparent communication, and shared lead-
ership. Thus, the proposed framework was de-
signed around five interrelated key areas: deci-
sion-making autonomy, professional develop-
ment and access, trust and recognition, collab-
orative leadership, and empowerment in prac-
tice.

Result and Discussion

The proposed Teacher Empowerment
Framework was developed to translate the
mixed-method findings into a practical guide
for strengthening teacher empowerment in
public schools. It responds to the central find-
ing that school heads and teachers do not al-
ways perceive empowerment in the same way.
Although school heads rated teacher empower-
ment very highly, teachers reported compara-
tively lower levels of empowerment, particu-
larly in decision-making and impact (Celosia et
al, 2026). This perception gap indicates the
need for a framework that does not merely as-
sume empowerment but makes it visible, par-
ticipatory, and measurable in school practice.

The framework is anchored on the view
that teacher empowerment is a multidimen-
sional process involving teachers’ participation
in decisions, access to professional growth, be-
lief in their own instructional effectiveness, and
perceived influence within the school commu-
nity. In the original study, these dimensions
were examined through decision-making, pro-
fessional growth, self-efficacy, and impact

IJMABER

3357

Volume 7 | Number 8 | August | 2026



Celosia etal, 2026 / A Teacher Empowerment Framework for Enhancing Professional Capability

(Celosia, 2026). The proposed framework ex-
tends these domains by converting them into
five school-level action areas: decision-making

Table 1. Teacher Empowerment Framework

autonomy, professional development and ac-
cess, trust and recognition, collaborative lead-
ership, and empowerment in practice.

S Strategies/ Key Performance Resources Responsible ... .
Objectives . . Timeline
Interventions Indicators Needed Persons
Key Area 1: Decision-Making Autonomy
e Organize deci- e Increasein
Enhance teach- sion-making teacher-led ini- Training School
ers' autonomy workshops. tiatives. materials, Heads, 6-12
in decision- o Establish shared e Positive feed- Facilitation = Teacher Rep- months
making governance back in auton-  experts resentatives
councils omy surveys
Key Area 2: Professional Development and Access
. . Conduct needs e Participation
Provide equita- c1p Profes-
assessments. rate in PD pro- . .
ble profes- i sional de- Professional
: Create tailored grams Ongo-
sional develop- . velopment  Development
professional de- e Improvement . ing
ment opportu- . .,; budget, PD Coordinator
Iy velopment pro- in teacher skill
nities experts
grams assessments
Key Area 3: Trust and Recognition
: Impl - | i
Build a culture ° P ement regu- ¢ hcrease n Budget for
lar  recognition teacher satis- .
of trust and . . recognition  School
" . programs. faction ratings. 1-2
recognition in programs, Heads, HR
e Develop mentor- e Number of . years
the school com- . . Mentorship Department
. ship and peer recognition o
munity training
support systems awards
Key Area 4: Collaborative Leadership
Devel 1 - : )
* evelop. .eader e Leadership Leadership
Foster collabo- ship training for o
. training com- develop- School
rative leader- school heads and .
. pletion rate. ment pro- Heads, Lead- 1-3
ship and teachers. . . .
. . . e Decisions grams, Col- ership Train- years
shared deci- e Set up joint deci- - )
. . . . made by joint laboration  ers
sion-making sion-making bod- .
. bodies tools
ies
Key Area 5: Empowerment in Practice
e Integrate em-
powerment goals e Alignment of Monitoring
into school devel-
Translate em- school plans and evalua-
opment plans. . .
powerment . with empower- tion tools, School .
o ) e DMonitor and eval- Contin-
principles into . ment goals Profes- Heads,
. uate the imple- e . uous
daily  educa- . e Positive class- sional de- Teachers
) . mentation of em-
tional practices room evalua- velopment
powerment prac- .
: . tions for teachers
tices in class-
rooms
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Key Area 1: Decision-Making Autonomy

Among the five framework areas, decision-
making autonomy addresses one of the clearest
gaps identified in the prior study. While school
heads perceived teachers as highly empowered
in decision-making, teachers themselves re-
ported a more moderate experience of partici-
pation. This discrepancy suggests that the pres-
ence of consultation mechanisms does not nec-
essarily mean that teachers experience mean-
ingful influence over school decisions.

Within the framework, teacher participa-
tion should therefore extend beyond consulta-
tion or implementation. Teachers should be
given meaningful opportunities to contribute
to the planning, deliberation, implementation,
and evaluation of decisions concerning curric-
ulum, instructional programs, resource priori-
ties, and school improvement initiatives.

When teachers can see that their profes-
sional judgments contribute to actual school
decisions, participation becomes more than
symbolic consultation. It can strengthen own-
ership of school initiatives and help align lead-
ership decisions more closely with classroom
realities.

Key Area 2: Professional Development and
Access

Professional development emerged differ-
ently from decision-making because it was al-
ready identified as a relative strength in the
prior study. Its inclusion in the framework is
therefore intended not simply to address a de-
ficiency, but to sustain and deepen an existing
source of teacher empowerment.

The empowering value of professional de-
velopment depends not merely on teachers’ at-
tendance in training activities but on the rele-
vance, accessibility, and applicability of those
opportunities to their professional needs.
Learning Action Cells, mentoring, peer coach-
ing, and school-based professional learning
may provide teachers with opportunities to ex-
amine classroom concerns, exchange expertise,
and take greater responsibility for their contin-
uing growth.

In this sense, professional development be-
comes empowering when teachers are posi-
tioned not only as recipients of training but also

as active contributors to professional learning
within the school.

Key Area 3: Trust and Recognition

The comparatively lower teacher percep-
tion of impact points to a concern that formal
acknowledgment alone may not fully capture
teachers’ experience of professional recogni-
tion. Teachers may be recognized for their
work yet still perceive limited influence over
colleagues, practices, or school-level decisions.

For this reason, trust and recognition in the
framework extend beyond formal awards.
They may be demonstrated when school heads
seek teachers’ professional advice,
acknowledge classroom innovations, assign
leadership responsibilities according to exper-
tise, and provide opportunities for teachers to
mentor or support colleagues

Such practices can make recognition part of
teachers’ everyday professional experience
and may strengthen their sense that their
knowledge and contributions have value
within the wider school community.

Key Area 4: Collaborative Leadership

The qualitative findings indicate that
teacher empowerment is strongly influenced
by how leadership is practiced in everyday
school interactions. Inclusive leadership, trust,
meaningful role assignment, support, collabo-
ration, and clear communication emerged as
conditions that enabled teachers to experience
greater professional agency.

Collaborative leadership therefore pro-
vides the relational condition through which
the other framework areas can operate. Deci-
sion-making structures may have limited em-
powering value when participation remains
tightly controlled, just as professional develop-
ment may have less influence when teachers
are not trusted to apply, share, or lead using
what they have learned.

By reducing micromanagement and creat-
ing genuine opportunities for shared responsi-
bility, collaborative leadership can help shift
teachers from being primarily implementers of
school decisions to becoming partners in ad-
dressing instructional and organizational con-
cerns.
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Key Area 5: Empowerment in Practice

Whereas the first four areas identify the
principal conditions through which teachers
experience empowerment, Empowerment in
Practice focuses on institutionalizing these
conditions within the regular operations of the
school. It ensures that decision-making auton-
omy, professional development, trust and
recognition, and collaborative leadership are
not implemented as isolated or temporary ini-
tiatives but are reflected in school plans, rou-
tines, monitoring processes, and leadership
practices. Through this area, teacher empower-
ment becomes embedded in the way the school
plans, makes decisions, develops its personnel,
recognizes professional contributions, and
evaluates its practices.

The hindering conditions identified in the
prior study, particularly micromanagement,
limited autonomy, insufficient engagement,
lack of transparency, and restricted opportuni-
ties for professional development and innova-
tion, suggest that empowerment cannot de-
pend solely on individual leadership prefer-
ences. To sustain the gains developed through
the first four areas, schools may incorporate
empowerment-related mechanisms into the
School Improvement Plan, professional devel-
opment planning, teacher leadership struc-
tures, consultation processes, and monitoring
and evaluation activities. In this way, empow-
erment becomes part of the school’s organiza-
tional practice rather than an occasional lead-
ership initiative.

Institutionalizing these practices can help
sustain teacher empowerment across changing
programs, priorities, and leadership arrange-
ments. When empowerment is embedded in
regular school processes, teachers are more
consistently positioned as contributors to plan-
ning, professional learning, decision-making,
and school improvement rather than primarily
as implementers of decisions made by others.

Framework Summary

The five components of the proposed
framework are interrelated. Decision-making
autonomy gives teachers voice. Professional
development and access strengthen their com-
petence. Trust and recognition affirm their pro-
fessional value. Collaborative leadership

creates the conditions for shared responsibil-
ity. Empowerment in practice ensures that
these principles are embedded in daily school
life. Together, these components form a school-
based empowerment system that addresses
both the strengths and gaps identified in the
mixed-method findings. The framework recog-
nizes that empowered teachers are not pro-
duced by professional development alone.
They are developed through a school culture
where teachers are trusted, consulted, sup-
ported, recognized, and given meaningful op-
portunities to influence teaching, learning, and
school improvement.

Framework Limitations

This article is limited by its reliance on find-
ings from a prior mixed-methods study con-
ducted in specific public-school contexts. While
the proposed framework is grounded in empir-
ical findings, it has not yet been fully tested
across different school divisions, regions, or
school levels. Future research may validate the
framework through expert review, pilot imple-
mentation, and evaluation of its effects on
teacher participation, professional agency, and
school leadership practices.

Conclusion

Teacher empowerment is meaningful when
teachers experience genuine voice, trust, recog-
nition, and professional agency in school prac-
tice. The proposed framework offers a practical
guide for helping school heads move beyond
formal participation toward more inclusive and
collaborative empowerment practices. By em-
phasizing decision-making autonomy, profes-
sional development, trust and recognition, col-
laborative leadership, and empowerment in
practice, the framework positions teachers as
active partners in school improvement rather
than mere implementers of programs. Future
studies may validate and refine the framework
through implementation in other public-school
contexts.

Acknowledgement

The researcher sincerely extends gratitude
to all individuals and institutions who contrib-
uted to the successful completion of this study.
Special appreciation is given to the academic

[JMABER

3360

Volume 7 | Number 8 | August | 2026



Celosia etal, 2026 / A Teacher Empowerment Framework for Enhancing Professional Capability

advisers, panel members, and faculty of Holy
Name University for their valuable guidance,
scholarly insights, and constructive feedback
throughout the research process.

Heartfelt thanks are also extended to the
school administrators and public-school teach-
ers who willingly participated in this study and
generously shared their time, experiences, and
perspectives, making this research possible.

The researcher likewise acknowledges the
support of family, friends, and colleagues
whose encouragement, understanding, and
moral support provided strength and motiva-
tion during the conduct of this study.

Above all, the researcher offers sincere
gratitude to God Almighty for the wisdom,
strength, and perseverance granted through-
out this academic endeavor.

References

Ahmadi, R, & Arief, N. F. (2022). Teacher em-
powerment to improve the quality of edu-
cation and school progress. EDUTEC :
Journal of Education And Technology,
6(2).
https://doi.org/10.29062 /edu.v6i2.498

Ahrari, S., Roslan, S., Zaremohzzabieh, Z., Rasdi,
R. M, & Samah, A. A. (2021). Relationship
between teacher empowerment and job
satisfaction: A Meta-Analytic path analy-
sis. Cogent Education, 8(1), 1898737.
https://doi.org/10.1080/2331186X.202
1.1898737

Celosia, R. U., Dopeno, M. L. A,, & Galimpin, J. L.
(2026). Teacher Empowerment: Insights
on the Enhancement of Teacher Capabili-
ties Leadership Practices. International
Journal of Multidisciplinary: Applied Busi-
ness and Education Research. 7(2), 584 -
602. doi: 10.11594 /ijmaber.07.02.09

Chopra, P. (2020). Teachers' participation in
school decision-making processes and
practices: The case of an Indian govern-
ment secondary school. International
Journal of Studies in Education, 1(4).
https://doi.org/10.14658 /PUP]-IJSE-
2020-1-4

Demir, S. (2020). The Role of Self-Efficacy in Job
Satisfaction, Organizational Commitment,
Motivation and Job Involvement. Eurasian
Journal of Educational Research, 85, 205-

224,
https://doi.org/10.14689 /ejer.2020.85.1
0

Department of Education. (2016). DepEd Order
No. 35, s. 2016: The Learning Action Cell
as a K to 12 Basic Education Program
school-based continuing professional de-
velopment strategy for the improvement
of teaching and learning.

Department of Education. (2017). DepEd Order
No. 42, s.2017: National adoption and im-
plementation of the Philippine Profes-
sional Standards for Teachers.

Gonzalez, K., Eberiel, D., & Shea, T. (2019). Col-
laborative Mentoring for Retaining Sec-
ondary Biology Teachers. Journal of Mi-
crobiology & Biology Education.

Kauts, A, & Kaur, H. (2020). Teacher empower-
ment as predictor of professional commit-
ment and job satisfaction of teachers
working in secondary schools.

Klecker, B., & Loadman, W. E. (1996). An analy-
sis of the School Participant Empower-
ment Scale based on data from 4091
teachers in 183 restructuring schools. An-
nual Meeting of the American Educational
Research Association, New York.

Lazarides, R., & Warner, L. (2020). Teacher Self-
Efficacy. Oxford Research Encyclopedia of
Education.
https://doi.org/10.1093/acre-
fore/9780190264093.013.890

Marjuni, A. (2020). PENGHARGAAN PROFESI
GURU SEBAGAI AGEN PERUBAHAN.
https://doi.org/10.24252 /IP.V912.18341

Nagabhooshanam, J. (2022). Teacher Empow-
erment Towards Professional Develop-
ment and Effectiveness-Concept, Need
and Importance. EPRA International Jour-
nal of Research & Development (IJRD),
7(9), 141-144.

Republic of the Philippines. (1987). The Consti-
tution of the Republic of the Philippines.

Rafferty, M. ]. (2018). Perceptions Of Empow-
ered Teacher Leaders.

Richey, R. C., & Klein, J. D. (2014). Design and

development research.
https://doi.org/10.4324 /978020382603
4

Savic',_ V., Ceki¢-Jovanovi¢, 0., & Shin, J. K.
(2020). Empowering teachers to manage

IJMABER

3361

Volume 7 | Number 8 | August | 2026


https://doi.org/10.29062/edu.v6i2.498
https://doi.org/10.1080/2331186X.2021.1898737
https://doi.org/10.1080/2331186X.2021.1898737
https://doi.org/10.14658/PUPJ-IJSE-2020-1-4
https://doi.org/10.14658/PUPJ-IJSE-2020-1-4
https://doi.org/10.24252/IP.V9I2.18341
https://doi.org/10.4324/9780203826034
https://doi.org/10.4324/9780203826034

Celosia etal, 2026 / A Teacher Empowerment Framework for Enhancing Professional Capability

change in the 21st century. In V. Savi¢ & O.
Ceki¢-Jovanovi¢ (Eds.), Professional com-
petences for teaching in the 21st century:
Proceedings of the International Confer-
ence (pp. 249-262). Faculty of Education,
University of Kragujevac.
https://doi.org/10.46793 /pctja.19.249s

Short, P. M., & Rinehart, J. S. (1992). School par-

ticipant empowerment scale: Assessment
of level of empowerment within the
school environment. Educational and Psy-
chological Measurement, 52(4), 951-960.

https://doi.org/10.1177/001316449205
2004018

Tindowen, DarinJan C. (2019). Influence of Em-

powerment on Teachers’ Organizational
Behaviors. European Journal of Educa-
tional Research.

Vesudevan, M. (2021). The effects of empower-

ment on teachers' job commitment in sec-
ondary schools. International Journal of
Management and Operations in Educa-
tion, 3(8), 171-180.
https://doi.org/10.35631/IJ]MOE.380019

[JMABER

3362

Volume 7 | Number 8 | August | 2026


https://doi.org/10.46793/pctja.19.249s
https://doi.org/10.1177/0013164492052004018
https://doi.org/10.1177/0013164492052004018
https://doi.org/10.35631/IJMOE.380019

